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Abstract: The human resources are the pillars of 
strength in any organization. The success of any 
organization in terms of achieving its goals 
depends largely on how well the human resources 
of that organization are performing as well as being 
taken care of. Educational institutions are not the 
exceptions when it comes to valuing its human 
resources. In fact, educational institutions are more 
dependent on its human resources in terms of 
accomplishing its envisaged outcomes. Compared 
to other organizations, educational institutions deal 
purely with human resources – be its students or 
teaching and non-teaching staff. To upkeep the 
wellbeing of its human resources in terms of their 
growth and development as well as identifying lose 
ends where some positive interventions need to be 
done, the educational institutions need the 
mechanism performance appraisal of their human 
resources more strenuously to be put in place. The 
purpose of performance appraisal should be to 
identify the potential and prospective talents, 
retaining them by offering various incentives and 
reinforcements and developing their capabilities to 
their fullest potential.  This paper delineates the 
detail of a study conducted to study the human 
resource appraisal practices prevailing in the self-
financed educational institutions of the northern 
region of India.  
Keywords : Human Resource Appraisal,  
Performance Appraisal 
Introduction 
The pivotal role of education in the development, 
advancement and empowerment of an individual 
and a nation is beyond any doubt and debate. From 
the time immemorial, the process of education has 
had its unparalleled bearing on shaping human-life 
and society through its all levels. Starting from the 
outset of education, that is the primary education, 
the role of education occupies a significant place 
when reaches the phase of higher education in 
terms of actualizing the envisioned goals that an 
individual and a society cherish collectively for the 
betterment of one and all. The Indian Education 
Commission (1964-66) outlined the importance of 
education in human life by stating that – “the 
destiny of a nation is being shaped in its 
classroom”. Drawing from this assumption about 
the role of education, one can understand the role 
of those teachers who are shaping the destiny of a 
nation in its classrooms. Undoubtedly, the teachers 
or the faculty members of educational institutions 
are the architect of the nation putting their heart 
and soul in shaping the destiny of innumerous 
future citizens of nation. 
The quality of an educational institution depends 
largely on the quality and performance of its human 
resources. What differentiate an institution from its 
counterparts are its people. Although the 
infrastructure and other resources used in different 
institutions may be similar; it is the human 
resource, including faculty members and other 
staff, at all levels of the institution that makes the 
difference. If an institution has genuinely good 
quality of human resources performing to their best 
level, the institution will certainly stand out. And to 
have a rich pool of intelligent and performing 
human resources, the organization needs to have a 
sound system of appraisal for its staff at various 
levels, through which employees can view their 
past performance and take concrete action for 
improvement. When the right people are put in the 
right place at the right time, their knowledge, skills 
and expertise can contribute to the long term 
success of any organization. Faculty development 
and Staff development are important for all facets 
of the educational organizations as it gives due 
exposure to the employees towards new or better 
ways to put in their best and tackle day-to-day 
problems. Since the performance appraisal system 
helps to identify the talent in the organization, it 
also helps in motivating and retaining them by 
responding back to them with adequate 
compensation. At the same time it also helps in 
identifying the development need of employees and 
at times taking tough decisions for the betterment 
of the system. Considering the relevance and 
importance of the performance appraisal system, it 
becomes imperative for the educational institutions 
to have an effective appraisal system in place. 
The Present Study and its Context 
The present study attempted to examine the human 
resource appraisal system prevailing in the self 
financed educational institutions of the northern 
region of India. The assumption with which the 
present study unfolded its wings is that when an 
organizational activity is not monitored, sincere 
appraisal cannot be done and the essential 
qualitative enrichment in terms of the output cannot 
be realized. With the rapid growth of educational 
institutions and advent of institutions in foreign 
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collaboration, it is of utmost importance for the 
institution to survive in the tough competitive 
environment. Without having a genuine qualitative 
environment and output, it can’t attain the desired 
result as well as it cannot deliver what has been 
envisioned by the society and the State. And in 
order to survive and excel in this tough competitive 
environment, institutions must deliver through its 
human resources which are the backbone of the 
organization. To this end, an appraisal system that 
moves with the times must be put in place so that 
the prospects and potential of the human resources 
of the organization could be identified as well as 
the development and training needs of faculty and 
staff could be properly identified and addressed.  
The NCR (National Capital region) in India is a 
name for the metropolitan area which encompasses 
the entire National Capital Territory of Delhi as 
well as urban areas ringing it in neighbouring states 
of Haryana, Uttarakhand, Uttar Pradesh and 
Rajasthan. NCR is India's largest and the world's 
second largest agglomeration with a population of 
25,700,000. All the areas of NCR together 
generated GDP of $128.9 billion in 2011-12, which 
was 7.5 percent of Indian GDP. The National 
Capital Region (NCR) has been maintained as a 
separate cluster from Delhi owing to a simple 
reason. The close proximity to the national capital 
makes it a vibrant place full of opportunities. This 
attracts people from all corners of the country as 
well as from abroad to come and make the most of 
the available prospects that the whole area offers to 
them. Obviously the basic services like education, 
health, transportation, accommodation, markets and 
shopping malls, etc. have increased rapidly in the 
NCR to cater to the needs of influx of the people 
here. The educational institutions have also 
increased in consonance with the other facilities 
and provisions. Just the Greater Noida of the NCR 
has over 55 educational institutions providing 
professional institutions to the students coming 
from all corners of India and from abroad a well. 
The region has the largest concentration of 
autonomous AICTE approved B-Schools and 
NCTE approved Teacher Education 
Institutions. The present study was conducted in 
selected self-financed educational institutions 
providing engineering education, management 
education, law education, biotechnology education, 
and teacher education. 
Objectives of the Study: The specific objectives 
of the study was to find out whether the 
performance of the faculty members was frequently 
appraised, determine whether the appraisal 
procedure provided an accurate way of identifying 
staff development needs and whether staff were 
satisfied with the system of performance appraisal 
and subsequent response from the management.  
Hypotheses 
The hypotheses of the study were as the following: 
Ho1: There is no significant relation between 
performance appraisal and providing feedback to 
the faculty members after their appraisal. 
Ho2: There is no significant relation between 
performance appraisal and taking appropriate 
corrective measures after appraisal. 
Research Methods 
The study assumed descriptive approach and 
adopted survey method to collect the data. The 
initial pilot study revealed that there were very few 
educational institutions situated in the NCR region, 
specifically in Greater Noida, that have a proper 
performance appraisal system in place. As a matter 
of fact, out of more than hundred institutions hardly 
five or six have some sort of performance appraisal 
system in place. Out of these institutions, where 
performance appraisal system is in place, four 
institutions were identified for the purpose of study.  
The sample of the study consisted of faculty 
members of these identified institutions. Based on 
the availability of faculty members and their and 
willingness to participate in the study, a total of 120 
faculty members were shortlisted for the study. 
The data collected were both primary and 
secondary in nature. The primary data were 
collected through a questionnaire and a self-
developedsemi-structured interview schedule. The 
secondary data were obtained through institutional 
records and internet search. The questionnaire and 
the interview schedule were the tools of data 
collection. The interview schedule had open ended 
questions about the faculty members’ perception of 
the performance appraisal and their stand on its 
impact on their career. 
The initial phase of data collection and interaction 
with faculty members witnessed certain degree of 
reluctant and diplomatic response from the faculty 
members to various queries regarding the 
performance appraisal system prevalent in their 
respective institutions. But in due course of time 
they opened up to give realistic response and 
depicted their own perception of the whole process 
of appraisal and subsequent actions by the 
management.  
Data Analysis and Interpretation 
Data obtained with the help of the research tools 
were collated using Excel Spreadsheet and 
subjected to further analysis. All the 
inconsistencies were resolved during the editing 
stages and in some cases follow-ups to the 
respondents were made to clarify issues.  
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In the majority of institutions in the NCR, there is a 
lack of meticulous and well informed human 
resource appraisal systems and even if in some 
cases it exists, it does not have much significant 
role to influence the human resource management 
mechanism. Also, the performance appraisal 
system is not objective in its absolute terms. The 
frequency of the performance appraisal system is 
also not consistent across institutions. This has 
some bearing on the round the year output of 
faculty and staff. Generally performance appraisal 
is done at the time of session end or at a time when 
increment or promotion is due. Again, the 
increment and promotion in self-financed 
institutions across NCR are not entirely dependent 
on the actual performance or output of the faculty 
members. Though various regulatory authorities 
like University Grants Commission, NCTE, 
AICTE, BCI, etc. have prescribed certain rules and 
regulations for compensation and career 
advancement system of the faculty and staff in the 
educational institutions, but seldom such rules are 
followed or adhered to.  
Out of the 120 respondents, 72 said that they had 
their performance appraisal only when the session 
comes to its completion, i.e. when the students are 
given preparatory leaves for their term end 
examinations and there is no class. This sends an 
apprehensive signal amongst the faculty that the 
employee size is supposed to be cut down. Other 
associated reason informed by the faculty was the 
time of increment which would be considered 
based on the appraisal output. 
36 respondents said that they had no idea about 
their performance appraisal outcome. Another 12 
respondents said that they got to know about their 
performance appraisal result only through informal 
channels. But none of them were communicated 
directly about the assessment result and where they 
stood on the criteria fixed by the management.  
Table-1: Faculty Members’ Awareness of 
Performance Appraisal 
Sl. Faculty Members’ 
Awareness of Performance 
Appraisal 
Percentage 
1 Only when the session 
comes to its completion 
60 
2 Never got to know 30 
3 Got to know through 
informal channels 
10 
Setting of Deliverables 
The study revealed that 66.6 percent of respondents 
said they never had performance targets, i.e. 
deliverables set for them while 33.3 percent 
responded that their heads / superiors set 
performance parameters for them. Besides, 15 
percent of the respondent pointed out that they 
preferred to set their own targets. For performance 
appraisals to be effective, it was imperative to 
ensure that the targets be pre-decided and informed 
to the concerned stakeholders in advance. Where 
this was not the case, the appraisal system could be 
said to be ineffective. 
Awareness of Performance Appraisal Criteria 
In response to the question “whether the authorities 
informed the faculty members, specially the one 
who were relatively new in the organization, of the 
criteria for assessing their performance through any 
formal official communication”, 55 percent of 
appraises said they had no knowledge of the criteria 
that was used to assess their performance. But the 
45 percent of respondents who said they had 
knowledge of the performance criteria, stated that 
they were informed of the criteria at the beginning 
of the appraisal period. Also, they explained that 
they had knowledge of the criteria before the 
beginning of the appraisal period. It could be 
therefore be inferred that some faculty members 
were aware of the performance evaluation criteria 
in the organization.  
Mechanism of Assessing Staff Performance 
In assessing faculty members’ performance, 53.3 
percent of the respondents specified that their heads 
or administration staff asked them to complete the 
self-appraisal form within 24 hours and return back 
to them. Afterwards they had no idea how they 
were assessed. Whereas 46.6 percent of the 
respondents stated that their heads reviewed and 
discussed with them regarding their work and gave 
their input in completing the self-appraisal form. 
This revealed that majority of faculty members 
never had their performance discussed with their 
superiors before their self-appraisal forms were 
filled. Therefore they had hardly any idea of how 
their performances were assessed.  
Giving Feedback in Performance Appraisal 
On whether authorities gave them feedback after a 
faculty member’s performance had been appraised, 
60 percent of the respondents answered in the 
affirmative while 33.3 percent responded 
negatively. Rest of the respondents remained 
undecided. Further, out of 60 percent of those who 
responded affirmatively, fifty percent respondents 
said that they were encouraged to work hard in the 
benefit of the institution and were pointed out about 
certain areas of their output that need to be looked 
into. However, as stated above 33.3 percent of 
respondents specified that they never received any 
sort of feedback after they had been appraised.  
The relation between performance appraisal and 
providing feedback to the concerned faculty 
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members was further assessed with the help of five 
point scale of small questionnaire. It also assessed 
the relationship between performance appraisal and 
taking corrective measures after the appraisal. The 
following Table-2 presents the observation of the 
same: 
Table-2: Relation between Performance Appraisal and giving feedback as well as between 
performance appraisal and taking corrective measures  
Options SA A UD DA SDA Total  
Feedback provided after appraisal 16 56 8 28 12 120 31.33* 
Corrective measures taken after appraisal 12 56 16 28 8 120 31.33* 
*Significant df = 4  Table value at 0.05 level = 9.49 
     SA – strongly agreed, A – agreed, UD – Undecided, DA – disagree, SDA – strongly disagree 
From the above analysis of chi square values, we 
find that calculated values of chi square in both the 
cases are more than the chi square table value at 
0.05 level of significance with the degree of 
freedom as 4. Therefore, the null hypothesis that 
there is no significant relation between 
performance appraisal and giving feedback after 
appraisal was rejected. However, it could be 
concluded that there was a significant association 
between performance appraisal and giving 
feedback after appraisal. This confirmed the 
assertion by majority of the respondents (Table 2). 
Same is the case for relation between performance 
appraisal and taking corrective measures which is 
again corroborated by the table-2. 
Faculty Members’ Views on Appraisal System 
On the issue of whether faculty members were 
happy with the performance appraisal system of 
their respective institutions, 70 percent informed 
that the current appraisal system should be 
reviewed while rest of them reported that the 
appraisal system was good.  
Discussion of Major Findings 
One of the main findings of the study was that the 
faculty members’ performance was not appraised 
regularly. Generally, the performance appraisal 
process was initiated at the time of year end or at 
the time of elimination of the identified persons. 
Another key finding was that no performance 
targets were set to strengthen the appraisal system 
and performance appraisal criteria for assessing 
faculty performance were also not determined 
before the start of the appraisal period. Another 
finding of the study indicated that the appraisal 
process did not help in identifying the professional 
development needs of employees.  
It was also found that though there seemed a 
relation between performance appraisals and 
providing feedback as well as taking corrective 
measures, still the output of the appraisal process 
was not properly for the betterment of human 
resource development practices.   
 Conclusion 
The success of an educational institution depends 
not only on a meticulously designed appraisal 
format to assess the performance of its employees, 
but more importantly on a well planned and well 
executed appraisal system. Individuals hold the key 
to institutional success. As is said ideally that the 
destiny of a nation is shaped in its classroom, 
obviously the teachers or faculty members are the 
architect of the future of a nation who are putting 
their best in shaping the destiny of the students. 
Keeping this in mind the faculty members of an 
educational institution should be highly motivated 
and strengthened to accomplish the mission of the 
institution. An appropriate mechanism of 
performance appraisal system and equally 
appropriate system of identifying the talent and 
addressing their needs can do wonder. And for the 
betterment of institutions and society, all 
stakeholders need to pay their heed to this issue. 
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